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ABSTRACT 
This research studied the climate of a small Midwestern public high school 
11 
(MPHS) in the fall of2008. The study examined several key areas within the high school 
that contributed to its climate. The goals of the study were to understand the current 
climate at MPHS and to assess if any changes are needed with the current climate. 
School administration, teachers and support staffwere surveyed. Data was 
collected using an online survey tool developed through collaboration between the 
researcher, research advisor and administration at the school. A 30 question Likert scale 
survey instrument was developed. 
Data were collected and descriptive statistical analysis was performed across all 
survey items. A response rate of 41 percent was achieved. The study found that staffat 
MPHS perceived the climate to be positive. Data indicate response variance when 
analyzed by subject demographic variables. Some ofthese variances included male 
respondents having a more favorable perception of school climate, and shorter tenured 
respondents had a more negative perception of school climate, and perception of 
compensation structures for all respondents. Recommendations were made for 
improvement in these areas, as well as recommending fo llow up studies in order to 
monitor improvements in school climate. 
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Chapter I: Introduction 
The context of this study centered on a small Midwestern public high school in 
suburban community of approximately 14,000 people. Since the community resides along 
major highways, there is an easy commute for residents working in neighboring large 
urban areas. Although it is often referred to as a bedroom community, this community 
maintains its own identity as a self-sufficient city. 
The school district is large in geographic area and serves students from eight 
different communities and small towns in several different counties. This small 
Midwestern public high school (MPHS) has a diverse population of students from these 
outlying areas. With approximately 1,800 students in grades 10-12 and 100 staff 
members, MPHS has a wide variety of classes and extracurricular activities available for 
all students. Maintaining a high quality work environment within an organization of this 
magnitude requires keeping a close watch of the climate and culture. 
Organizational climate has a great effect on businesses and other organizations 
including schools. There is a direct 1in1e between the climate of an organization and the 
productive performance ofthat organization (Osborne & Cowen, 2002). There are 
numerous factors that contribute to the climate of an organization being anything from 
the stakeholders, such as students, parents, or community members, to teachers, school 
administration and other staffthat strive for excellence and provide for student learning. 
Some organizations struggle to develop their culture, and in tum have a negative climate. 
The same can hold true for schools if the staff are not able to develop a positive culture 
that is centered on student learning. It is for these reasons that a climate assessment is 
important. 
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Literature related to school cultures highlights several similarities with the culture 
present at MPHS. It could be said that MPHS has aspects of many different 
organizational cultures. Since they are part of a larger organization at the district level, it 
could be said they are part of a hierarchical culture (Schachter, 2005). They must follow 
direction from the school board and superintendent. Taxpayers, students and parents also 
give direction through elections and other initiatives. Staffhave much less say in what 
happens at the high school because ofthis. It could also be said that MPHS highlights 
clan culture as well (Schachter, 2005). After working with MPHS, it is apparent they are 
a friendly school that encourages employee participation in school events and student 
development. Most employees are eager to help each other in times of need. There is 
positive interaction between departments at the school on a daily basis. Faculty from 
across departments will work together to develop student projects and other activities. In 
addition, they are results driven. They have many students and strive to remain at the 
highest levels of educational excellence in their area (Schachter, 2005). Having a deep 
understanding of what the culture is at MPHS will help to maximize employee morale, 
student learning, and overall school improvements. 
Statement of the· Problem 
This study seeks to understand the current workplace climate and culture present 
within a small Midwestern public high school (MPHS). School administration perceives 
the overall school climate to be an important factor in employee retention, employee 
career development and student learning. They want to establish baseline data to measure 
the effects of staff development and other target areas that are directly correlated to 
overall climate of the school. 
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Purpose of the Study 
This study is needed by MPHS because it does not have regular access to primary 
research data on climate and culture, which in tum can lead to organizational 
development opportunities. This organization also does not have a person responsible 
specifically for organizational development within the district. This may be due to 
expense or because it may not perceived as cost effective. In thepast, MPHS has turned 
to outside consultants for their organizational development needs. Although previous 
studies have been conducted in the past at MPHS, administration feels there is currently a 
need for more assessment. 
Goals of the Study 
There are two goals ofthis study. The first is to evaluate and understand the 
current climate at MPHS. This second goal is to assess if any changes are needed in the 
current culture, and make recommendations for needed changes. The second goal is 
directly correlated to the first and can be achieved by using the information gathered 
during the study. The following questions serve to achieve these goals: 1) To what extent 
are the school's faculty and staff satisfied with the current work environment and 2) What 
aspects of the current work environment do staffperceive positively or negatively. 
Definition of Key Terms 
Climate: Employees' shared perceptions about the environment in which 
they work (Schneider, 1990) 
Confidentiality: Containing information whose unauthorized disclosure could be 
prejudicial to outside interest (Merriam-Webster, 1997) 
Culture: The way things get done around here (Goffee & Jones, 1998) 
Descriptive: Referring to matters of observation (Merriam-Webster, 1997) 
High Performing Organization: An organization that has a culture of success and 
support (Osborne & Cowen, 2002) 
Toxic Persons: Several persons within that organization create a hostile or 
negative work environment (Lewis, 2005) 
Validity: Well grounded or justifiable; being at once relevant and 
meaningful (Merriam-Webster, 1997) 
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Chapter II: Literature Review 
The purpose ofthis study is to conduct an assessment on the current culture and 
climate within a small Midwestern public high school (MPHS). The literature review 
highlights contemporary thinking and research on organizational culture and climate, 
similar to that being studied. Effects of climate development and processes for changing 
organizational climates will also be presented. 
Organizational Climate and Culture 
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Although climate and culture are similar, they have distinct differences that have 
affects on each other. For the purposes ofthis study, culture is being referenced within an 
organization, or organizational culture. According to McNamara (2000), culture is 
comprised of assumptions, values, norms and tangible signs or artifacts of organization 
members and their behaviors. This could be described as a classic definition of culture 
that is similar to those developed by anthropologists, but focuses on corporate 
environments. Goffee and Jones (1998) are more casual when explaining organizational 
culture in a technical approach that comprises an organization's widely shared values, 
symbols, behavior and assumptions, they state it as "the way things get done around 
here" (p.9) 
Schein (1988) takes a similar approach when defining culture, but goes more in-
depth. His model of culture begins with three levels, the frrst level being the most easily 
observed. Behavior and artifacts of a culture can easily be seen by those outside ofthe 
culture; however, their meanings are much more difficult to analyze (Schein, 1988). The 
second level consists ofthe values of that culture. Although values will drive behavior of 
a culture, it is still nearly impossible to observe them directly. Stated values are often 
different than values of everyday operations within an organization (Schein). This can 
also be observed in the organization's culture. The third and deepest level of an 
organizational culture is that of assumptions or beliefs. This level of culture is so 
engrained in an organization that it can be taken for granted and drops out of sight 
(Schein, 1988). Members ofthis culture do not even know they are practicing these 
behaviors, and may not even understand the reasons behind their actions. 
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Schein (1988) contends that in order to understand organizational culture, one 
must have comprehension of all three levels of that culture. This is a difficult process 
because of all the variables involved. Researchers may come into contact with several 
different subcultures within the organization that may differ from the overall culture. This 
is an underlying problem with the model that can make studying a culture more difficult. 
Panchuta (2003) takes a slightly different approach to understanding 
organizational climate. He defmes culture as the ways in which members of that culture 
interact, how decisions are made, and how rewards are given (p.1). He also goes on to 
describe how the roles people play in each culture can affect culture and climate ofthe 
organization. 
Individuals who are part of a culture can be broken down into six different roles 
(Pachuta, 2003). Each ofthese plays a pivotal role in how a culture is organized and how 
each individual interacts. They are described as follows (p. 2): 
a) Power Players regard the organization as a battleground with control viewed as 
"winning." They see most interactions as win-lose situations and try to maximize 
their wins. Power Players will buy into someone else's changes, but will try to 
claim the changes as their own innovations. 
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b) Gatekeepers see the organization as exchanges of information and intrigues. He or 
she who gathers and channels the most of both is in control. They allow others to 
fight their battles by selectively releasing information to those individuals who 
will create the outcomes the Gatekeepers desire. 
c) Mentors like to take others under their wings and share information about the 
organization. They are willing to teach new members how to work within the 
structure and to maximize results. They play win-win and judge the culture by the 
harmony which coworkers exude. 
d) Peers perceive all members of an organization as being equal. From the top to the 
bottom ofthe structure, they see everyone as being in the same boat and 
succeeding or failing together. Peers believe every person should have a voice in 
how the organization is run. 
e) Workers schedule their daily output based upon what they know will come across 
their desks or into their realms ofresponsibility. Their comfort is in routines they 
have learned and within which they perform extremely well. They are content to 
march in the same direction with the same cadence that has proven to be 
successful in the past. 
£) Gliders do enough to get by and little else. They consider the organization to be 
something which must be endured to make it through life, but do not want to rock 
the boat lest they put themselves into a position in which more may be required of 
them. Gliders want to be left alone and don't care ifthey are regarded as outsiders 
(2003). 
Because all organizations are different, it is difficult to give one meaning to 
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culture. It can be seen that culture is what influences all individuals within an 
organization. Culture influences how decisions are made, how actions are determined and 
how people are treated. It is the distinctive values, beliefs, work style and behaviors that 
distinguish organizations from one another. There are as many cultures as there different 
kinds of organizations. When addressing the problems of an organization, it is important 
not to generalize what might be going on, but to make progress forward in solving the 
problems efficiently. 
Types of Organizational Cultures 
Sonnenfeld (as cited in McNamara, 2000) highlights the following as common 
cultures that are present in contemporary organizations: 
a) Academy Culture: Employees are highly skilled and tend to stay in the 
organization, while working their way up the ranks. The organization provides a 
stable environment in which employees can develop and exercise their skills. 
Examples are universities, hospitals and large corporations. 
b) Baseball Team Culture: Employees are "free agents" who have highly prized 
skills. They are in high demand and can rather easily get jobs elsewhere. This type 
of culture exists in fast-paced, high-risk organizations, such as investment 
banking and advertising. 
c) Club Culture: The most important requirement for employees in this culture is to 
fit into the group. Usually employees start at the bottom and stay with the 
organization. The organization promotes from within and highly values seniority. 
Examples are the military and some law firms. 
d) Fortress Culture: Employees don't know if they'll be laid off or not. These 
organizations often undergo massive reorganization. There are many 
opportunities for those with timely, specialized skills. Examples are savings and 
loans, and large car companies (2000). 
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Each organization has a unique culture depending on the parts of which they are 
made. The staff at MPHS strives to support a culture that encourages positive interactions 
between all levels of employees. In her article, The Importance of Understanding 
Organizational Culture, Debbie Schachter (2005) describes four different cultures 
common in organizations today: 
a) Hierarchy: These are very structured and are essentially run as a dictatorship by 
management. Whatever management says, the employees must do. They are 
highly structured and almost completely inflexible. These organizations strive in 
their processes, streamlining them into a well oiled machine. There is no need for 
input from employees since management already has everything under contro1. 
b) Adhocracy: These are the opposite of hierarchical cultures. These organizational 
cultures are very flexible and thrive on being dynamic. All employees are asked 
for input and are encouraged to participate. These cultures are usually informal 
and encourage innovation from their employees. 
c) Clan: This is a very social culture. They emphasize social interactions that drive 
the culture. They are very friendly and encourage positive interactions with 
employees within the organization. They often have a positive and optimistic 
view of the organization and the goals they are working towards. 
d) Market: These cultures are unique to organizations that are sales and results 
driven. The eyes are always on the prize and employees are driven by their 
competitive advantage (2005). 
Climate 
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As it is the same situation with culture, climate can have many different 
meanings. Often times it is used when referencing the environment in which something is 
occurring. The defmition of climate goes hand in hand with that of culture. The behaviors 
and actions of the culture have a direct effect on the climate of the organization. This 
being said, the actions of the individuals are not what make up the climate, but rather the 
actions of the culture within that climate. 
Pattanayak and Mishra (1999) defined climate as "A set of attributes which can 
be perceived in a particular organization and/or its sub-systems, which may be deduced 
from the way that the organization deals with its members" (p.45). This once again goes 
back to the concept of individuals making up the whole of the climate. Only in rare cases 
can one individual have a great effect on the climate of the entire organization. It is the 
whole ofthe individuals making up the organization that have the greatest effect on the 
climate. 
Schneider (1990) describes organizational climate as employees' shared 
perceptions about the environment in which they work, and the general sense of which 
behaviors will be rewarded. Judging from this definition, it can be concluded that climate 
really depends on the behaviors 0 f all members 0 f the organization, not just the actions of 
one person. The culture ofthe organization is ultimately what dictates the climate ofthe 
same organization. Actions affect the outcomes of the working environment, and 
therefore create the climate. 
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To the contrary, Moran and Volicwein (1992) describe three approaches to the 
formation of climate. First is a structural approach where climate is a characteristic or 
attribute that belongs to an organization and is separate from individual member's 
opinions (Moran & Volkwein, 1992). This is different as it basically has nothing to do 
with the culture or actions of the individuals of the organization. No matter what the 
individuals within that organization do, it essentially has no effect on that climate. The 
climate of the organization will remain the same. The second approach is a more 
perceptual approach (Moran & Volkwein). This approach places the basis of origin on the 
organization's individuals. This approach describes that individuals in an organization 
interpret and respond to situations in a manner that is psychologically meaningful to 
them, and doesn't necessarily follow the values and beliefs of the organizational culture 
(Moran & Volicwein). For this approach, it is the individual's behaviors and actions are 
what drive the climate within the organization. This could mean that changes could occur 
that are driven by the different cultures of the individuals or the culture of the 
organization. The third approach is an interactive approach. This approach contends the 
interaction of individuals in responding to their situations, being the shared understanding 
which is the source of organizational climate (Moran & Volicwein). This final approach is 
what most closely resembles that of the organization's culture and how it relates to the 
climate of the workplace. Interactions between the members of the organization are 
critical to understanding the climate. These interactions are what outline the culture of the 
organization, and in tum can create the climate (Moran & Volkwein). 
Overall, each organization has a climate that is unique to itself. In most cases, 
cultures of the individuals within that organization are what drive the climate. The culture 
of the organization is a huge factor in what drives the climate as well. One must 
understand how climates can develop within each organization and not make 
generalizations about that organization. Climates have unique qualities that must be 
accounted for when changes are needed. 
Effects of School Climates and Teachers 
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There are strong similarities between cultures in corporate organizations and those 
of schools. One defmition states that a school's climate is comprised ofthe impressions, 
beliefs, and expectations held by members of the school community about their school as 
a learning environment, their associated behavior and the symbols and institutions that 
represent the patterned expressions of the behaviors (Barber, Homana & Purta, 2006). 
This definition includes all in the school community, which in turn means the teachers, 
staff, local community members, and most importantly the students. Similarly, Michigan 
State University (2004) states that school culture involves sharing ideas, assumptions, 
values and beliefs that give an organization its identity and standard for expected 
behaviors. 
When these definitions are compared to those of other organizational climate, 
similarities are apparent. When comparing the definition by Schneider (1990), 
organizational climate is described as employees' shared perceptions about the 
environment in which they work, and the general sense of which behaviors will be 
rewarded. Teachers and students experience similarities when analyzing school climate. 
One major variable that can have an effect on climate and the teachersofthe 
school is the level of pay and other forms of compensation. Depending on the 
performance of students, teachers can become competitive and try to outperform each 
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other, rather than working collaboratively for the benefit of the students (Plucker, 
McNabb & Zapf, 2005). Regardless of student performance, teachers will be paid the 
same amount and continue to avoid collaboration. This lack of collaboration between 
staff and other teachers leads to a negative culture that can have consequences on teacher 
performance. 
According to the Wisconsin Center for Education Research (WCER), 95percent 
of public school districts use a uniform salary schedule (WCER, 2008). This means that 
staff is paid based upon years of experience and level of education and advanced degrees. 
There is no pay incentive for higher performing teachers or better performing students. 
One alternative to the uniform salary schedule compensation structure is outcome 
based pay structures (WCER, 2008). This structure is primarily focused on student 
outcome and success of the school as a whole. This structure generally favors schools in 
that it allows them to use their professional expertise to decide the best ways to reach· 
students. This structure also favors a group mentality, rather than individual performance. 
Staff are encouraged to seek out assistance from their colleagues when encountering 
weak areas of student performance. This collaborative environment has the potential to 
build a positive organizational climate (WCER, 2008). 
Bridging the gap between the community and the school is also a benefit ofthis 
compensation structure. In general, holding teachers responsible for student learning and 
performance makes more sense to the public. A favorable perception ofMPHS from the 
community will lead to better relationships with community members and potentially 
more funding in the way of financial validation and support (WCER, 2008). 
When implementing a change in compensation structures, it is necessary to 
communicate key points of information to those staff members involved. Baratz (2007) 
offers some points to consider when implementing these changes: 
14 
a) Reforms cannot be designed as punitive management tools, and they cannot be a 
sorting process. They must be inclusive and part of a systemic effort to build the 
capacity ofthe district to help teachers assist students. 
b) The purpose of the alternative system must be clear, whether it is to improve 
student achievement, improve recruitment and/or retention, attract teachers to 
shortage teaching fields, attract teachers to hard-to-staff schools, or some 
combination ofthe aforementioned goals. 
c) Teacher buy-in is a must. The new system cannot be imposed on teachers; it must 
be developed with them. Teachers need to be involved in all aspects ofthe design, 
implementation and evaluation of a new system, and that system should 
eventually be part ofthe collective bargaining agreement or memorialized in 
memoranda of understanding. 
d) Redesigning the teacher compensation system is not a singular event. It is a work 
in progress that must be adjusted and refined as experience with the system 
grows. 
Detriments to Culture and Climate 
There are instances that a productive organization can exist while fostering a 
negative climate. Often times, the entire culture is not negative, but several persons 
within that organization create a hostile or negative work environment. These are known 
as toxic persons (Lewis, 2005). A toxic person contributes to the overall climate by using 
15 
fear and negativity as a means to their own ends. They do not have the overall goals of 
the organization in mind, but their own personal agenda and ego boosting activities. They 
do not care who they abuse or control as long as they achieve their own personal 
satisfaction. Lewis supports that often times these toxic persons are in a position of 
authority, but not always. There may be instances were a toxic person will assume a 
leadership role on a work team or project, and then use this role to instigate their personal 
agenda. Because of this attitude, toxic persons are usually very productive employees. In 
their quest for personal gratification and acknowledgement, their productivity is very 
high. This, however, comes at the cost of the rest of the group by either stealing others 
ideas, or taking credit for accomplishments they had nothing to do with (Lewis, 2005). 
In addition to a toxic person, there is also a hostile or toxic climate that can 
develop within an organization. A toxic environment is not created by just one person or 
factor, but a combination of several negative forces combined (Macklem, 2005). Some of 
the symptoms of a toxic climate are: 
a) Mediocrity over merit: promotions based on favoritism; mediocrity is rewarded 
b) Management by fear: disagreement is a career-ending move; new ideas dry up 
c) Leaders lose it: executives always operate at high stress levels 
d) Age and gender ghettoes: leaders hire in their own image, resist new perspectives 
e) Personal agendas prevail: egos outweigh company business agenda and values 
f) Revolving leadership door: new leaders come and go; long-tenured run the show 
g) Poor public persona: negative perceptions in surveys and outside the organization 
h) Financial assets are "valued" more, people are "costs" (Macklem, 2005). 
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Often times, a toxic climate can develop with a change in organizational 
leadership (Macklem, 2005). These new leaders are so concerned with making a name for 
themselves and proving their profitability that the climate of the organization is left 
behind. Their only concern is the pursuit of short-term profits, usually at the cost ofthe 
long-term health ofthe organization. 
With this self-centered leadership comes the human cost. In a study by Lewis 
(2005) it was found that 52 percent of employees surveyed had a heavy workload and 
were unable to complete all tasks assigned to them. A further 32 percent were given 
unreasonable productivity goals with deadlines that were not realistic. These aspects of 
the workplace were implemented by management. In the same study, 37 percent of 
employees felt the demands of their manager were unreasonable. 
Effects of Climate on Business Peiformance 
There is a direct linle between the climate of a company and the productive 
performance ofthat company (Osborne & Cowen, 2002). Often times, management and 
other leaders forget this unique factor and try to fix the problem in ineffective ways. 
Management does not see that environment, rather than equipment, systems, or poor 
materials, may be the cause of low production. This can often lead to cultures failing and 
the company going out of business. 
An organization that does not fail has the ability to become a high performing 
organization (BPO). There are many organizations in the world that strive to have an 
BPO status (Osborne & Cowen, 2002). An BPO will have support from all people that 
work within the organization. According to Osborne and Cowen (2002), an BPO is an 
organization that has a culture of success and support. It is something in the air that can 
be sensed when one is in the presence ofthese organizations and it's not the technology 
or the actual facility that makes these organizations different. These organizations have 
distinctive characteristics, people and behaviors that set them apart and allows for the 
development of a winning culture. 
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Osborne and Cowen (2002) state that one characteristic of an HPO is that they 
have an emotion packed vision and mission statement. The vision and mission is 
something that gives members of the organization direction and is simple to follow. 
Members ofthis organization align their actions to follow the stated vision and mission. 
The mission statement is often developed by the members themselves, rather than put out 
by management for them to follow. An HPO also has a true believer mentality. In other 
words, all employees believe in the mission and the vision ofthe organization. They 
believe that as a group they can accomplish the organizational goals. They also strongly 
believe in their leadership and want to work together to create a better organization. In all 
their actions, they strive as a whole to have a significant and positive impact on 
organizational progress (Osborne & Cowen, 2002). 
One last component of an HPO is they have an employee group that has a can-do 
attitude. These employees will have a willingness to try anything. Failure is almost 
unthinkable to them. They treat their plans as huge commitments that can get 
accomplished. This culture will be vital to maintain the positive environment and develop 
the climate of high productivity within the organization (Osborne & Cowen, 2002). 
Above all, an HPO is a leader in their industry. The members of these groups look 
to crush the competition and always remain at the top. There is no excuse for them not be 
to at the top oftheir industry, and it is no one's fault but their own if they fail. All ofthis 
high productivity comes from having an exceptional workplace environment, and 
nurturing a positive culture. In turn, this is what leads to the development of a high 
performing, positive workplace climate (Osborne & Cowen, 2002). 
Recommendations for Improving Negative Cultures 
There is a direct link between the climate of a company and the productive 
performance ofthat organization (Osborne & Cowen, 2002). Because ofthis, it is 
essential that a negative climate be eliminated from the organization before it causes 
failure. Depending on the organization, one approach may be better than another. 
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Once the organizational assessment is completed and problem areas are identified, 
the process of changing and improving the organizational climate will need to be started. 
In addition to developing action plans correlating to the identified problem areas, 
management can also strive to create the ideal organizational climate. It is up to the 
leadership within each organization to act aS,a model for improving the climate of the 
organization. If there is no backing and support from the management for change, then 
there will be no improvement in organizational climate. 
According to Bishop (2001), there are three factors that need to be in place before 
this organizational change will be able to happen. These factors are: 
a) Having a strong, supportive change oriented leadership at the top to come up with 
the right strategy 
b) Having the ability to obtain or develop A-players 
c) Having processes that are externally focused 
Bishop's (2001) frrst factor points toward the fact that leadership is responsible 
for driving the change. Leadership within the organization must have a plan for the 
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changes that need to occur and make new goals that the organization will strive for. They 
must also be able to get everyone willing to buy into necessary changes, especially other 
leaders within the organization. After changes for the organization have been initiated, 
leadership will keep track of progress and make sure that the new goals are being met. 
Leadership is also responsible for making changes and adjustments to change strategies if 
there are any problems with the plan they have already put in place or if goals are not 
being met (p.218). 
Bishop's (2001) second factor points towards the people within the organization. 
His idea for an A-player is as follows: 
These people not only respond positively to change but they drive it. They may 
be relative newcomers to the organizations or a veteran, junior or top executives, 
but what unites them is the way in which they greet change as a friend rather than 
an enemy. (p. xv) 
By finding these people within the organization that can help management to drive the 
change, organizations can more easily overcome problems within their working 
environments. Upon finding A-players within the organization, more and more members 
of the organization can help drive changes that are needed. Eventually with the right 
leadership, the organization will have one goal of making all needed changes (Bishop, 
2001) 
The final factor that Bishop (2001) explains is that of having externally focused 
processes. All organizations exist for a purpose, whether it is manufacturing products or 
offering some kind of services to the public. Whatever their purpose, they have processes 
in place to create their product or service. When these processes are internally focused, an 
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organization loses sight of its customer base. Paranoia and a negative climate often 
develop from being out oftouch with the outside world and seeing the productivity ofthe 
organization falter. 
On the other hand, if processes are focused externally, improving the climate of 
the organization can be done more easily (Bishop, 2001). An externally focused process 
means that the organization is looking to its customers and taking their needs into account 
to improve the processes by which the organization's products are produced. Having 
externally focused processes could also mean that members ofthe organization look to 
external sources for assistance when making improvements to their production. By 
having the additional factors of A-players and strong support from leadership, 
organizational processes wi11look to the outside for improvement. (p. 225) 
Some approaches to change dictate that no organizational change can take place 
without fIrst a complete overhaul to the organizational culture. This type of approach is 
outlined by Kotter (1996) and follows certain steps: 
a) Establishing a Sense of Urgency 
b) Creating the Guiding Coalition 
c) Developing a Vision and Strategy 
d) Communicating the Change Vision 
e) Empowering Employees for Broad Based Action 
f) Generating Short Term Wins 
g) Consolidating Gains and Producing More Change 
h) Anchoring New Approaches in the Culture 
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Being able to start with management is key to Kotter's (1996) model. As change 
is reinforced by management, others will start to see benefits in the short term. Eventually 
the change model is adopted by all within the organization and improvements are made. 
Ifthis process is not started by leadership within the organization, then no cultural 
changes will take place (p.35). 
One option for climate improvement within a school setting is a teacher internship 
program. Teacher interns can alleviate stresses related to large class sizes (Mulvilhill, 
2007). This program would involve recruiting college students who have not yet met 
requirements for teacher licensure, but are on track to obtaining their teacher license. This 
program can also involve non-traditional college students who have industry experience 
and are making a career transition into the teaching field. Interns would not be salaried 
employees ofthe school, but could still assist teachers and students. This would give 
students more options for personalized instruction. The internship program would also be 
open to parents who may want to take a more active role in their children's education. 
A similar program was implemented by the school district of Philadelphia in 1999 
and continues today. After implementing the program, 85 percent ofteacher interns 
stayed with the district after completing teacher certification requirements and now teach 
in their own classrooms (Mulvilhill, 2007). Testing within the district has also shown that 
a larger percentage of students are now reading and writing within the grade level 
benchmarks than those students who did not participate with the teacher intern program. 
The main difference between a teacher intern and a student teacher would be that 
interns would not be giving direct classroom instruction (Mulvilhill, 2007). Interns would 
be available as a teacher's assistant, or to help with one-on-one tutoring with students. 
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Interns could possibly take this program for college credit towards a teaching license, but 
that would be up to the college or university they were attending. Overall, this program 
has the potential to benefit school climate for both the teachers and students. 
Organizational culture and climate is a complex and sometimes confusing 
concept. Although this can be a complex issue, an organization with a positive climate is 
easy to notice within business and industry. There are many different approaches to 
improving organizational culture. Since each organization is different, there may be a 
need for using a different approach to change and improvement. Because of these 
differences, it is important to find the best approach for the specific organization in order 
to ensure successful improvement. Leadership within the organization is the driving force 
behind any of these changes. 
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Chapter III: Methodology 
This chapter outlines the population of the study, the design and structure of the 
survey instrument, as well as data collection methods and procedures of the study. The 
study focused on current working environment and climate of employees at a small 
Midwestern public high school including faculty, staff, building and grounds 
maintenance, and school administrators. The climate was assessed across these key areas: 
1. School Administration, 2. Performance Measures, 3. Compensation, 4. Staff Member 
Relationships, 5. Physical Environment and 6. Community Relations. All ofthe 
organization's employees were included in the data collection process, regardless oftime 
with the company or job position. 
Method 
The method of research used in this study is that of descriptive research. 
According to Borg and Gall (1989), descriptive survey research is mostly concerned with 
finding out "what is," or the current state of a situation. Although this form or research 
can include multiple variables for analysis, it requires only one variable for research 
(Borg & Gall). Correlations between several variables can be analyzed, or baseline data 
can be gathered using surveys. Data can then in turn be used to make recommendations 
for changes or improvement strategies. Because of this unique aspect of descriptive 
survey research, observational or survey methods are frequently used to collect the data. 
Using this definition, it could also be said that this is a type of research that is primarily 
concerned with describing the nature ofthe present situation. 
Instrumentation 
The data collection instrument, a web based survey, was developed through a 
series of meetings between the researcher, research advisor, and administration of the 
subjects' institution. Final approval for survey questions came from MPHS 
administration and University of Wisconsin Stout Institutional Review Board. 
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The survey instrument consisted of questions in the key topics: 1. School 
Administration, 2. Performance Measures, 3. Compensation, 4. Staff Member 
Relationships, 5. Physical Environment, and 6. Community Relations. Through 
interviews and advisement from MPHS administration, the aforementioned areas were 
determined to be important to conducting the climate study at MPHS, the subjects of the 
study. 
One study that evaluated similar areas included the Charter College of Education 
at California State University at Los Angeles (CSULA). Current CSULA developed an 
instrument called the School Climate Quality Analytic Assessment (2004). It included 
similar areas of research to those ofthis climate survey. This instrument was used as a 
way to get a well rounded look into perceptions ofthe staff and perceptions of the larger 
community as they relate to the Charter College of Education. Although this assessment 
is far more in-depth, it still serves the purpose of gathering data in several different key 
areas and was used to make improvements to the climate within the college. 
Another similar study was conducted at the University ofIllinois at Chicago 
(2004). The survey tool that was developed was the Faculty Work Climate Survey and 
was ten pages in length. This survey was administered to academic faculty in several 
different departments throughout the university. 
The survey co llected data in areas such as Interactions with Co lleagues, 
Workplace Environment/Safety, and Professional Activities/Career Development. The 
data collected was used to make improvements in the hiring process and address issues 
relating to women and other minority groups represented in faculty. Recommendations 
were made by researchers for implementing needed changes. 
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Although these previous studies were done on a larger scale, similar results were 
concluded by data collected from MPHS. By making the survey tool shorter with only 30 
questions, it was thought by MPHS administration and the researcher that a maximized 
response rate would be achieved. Background research also supported this attitude. In a 
study conducted by Bosnjak, Lindner, Marcus, Pilischenko, and Schutz (2007) it was 
found that surveys taking approximately 10-20 minutes to complete had on average a 13 
percent higher response rate than those taking 30-60 minutes to complete. The shorter of 
the surveys consisted of97 questions, while the longer consisted of357 questions. 
The survey tool was developed in an electronic format. This approach was clear 
after meeting with MPHS administration and speaking with them about previous surveys 
that had been conducted at the school. Historically, the greatest response rates for MPHS 
came from electronic surveys. 
One other study that used this electronic format was the University of Colorado 
Boulder for the CU-Boulder Campus Climate Survey (2006). The University of 
Colorado-Boulder has continuously used electronic surveys for the past several years 
when conducting their Campus Climate Survey. They have concluded that response rates 
are much higher than those of traditional paper surveys. They have also concluded that 
data analysis is easier in the electronic format when the software program has the 
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capability to assist with tabulation. The MPHS survey was developed using software 
available for use by University of Wisconsin-Stout graduate students. The software used 
was SelectSurvey due to the ease of use and design, availability oftechnical support and 
upon recommendation from the research advisor. Having design flexibility with the 
software, the researcher included colors and graphics related to the school as part of the 
survey interface. 
The survey instrument used a Likert scale with five response choices for each 
question (see Appendix A). This meaning Strongly Agree or there is no room for 
improvement, the best possible situation, a second choice, Agree, third choice Neutral, or 
that the issue is average, but there could be improvements made, fourth choice Disagree 
and the fifth choice representing Strongly Disagree, or that the issue is in desperate need 
of intervention and improvements. This Likert scale design was used by both the CU-
Boulder Campus Climate Survey (2006) and the University ofIllinois at Chicago Faculty 
Work Climate Survey (2004) with both achieving highly successful response rates. 
Each of the questions used was designed to be as bias free as possible. Questions 
were modeled in length and wording after the CSULA instrument on the School Climate 
Quality Analytic Assessment (2004). The questions in that study were designed to get an 
accurate view of the climate at CSULA. The information collected from those questions 
was used to make improvements to the climate at the Charter College of Education. 
A five point Likert scale was used to maximize data analysis. These responses 
were developed in order to give subjects the best possible way to respond to each 
question. Other studies have cited benefits of the five point scale versus other numbers of 
scales ranging anywhere from three on up to nine. In a study conducted by Gwinner 
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(2006), perceptions for the five point and six point Likert scales were compared with 
each other as a way to fmd which was preferred by survey respondents. The five-point 
scale included a response for Neutral while the six-point scale did not. His rmdings 
concluded that respondents preferred the five point scale by a rate of71 percent. The 
main reason for this preference was that subjects who do not have a neutral opinion can 
develop a negative bias towards a survey if they are forced to choose between a positive 
or negative response. Another reason stated for the preference to a five point Likert scale 
was respondents are most familiar with it. The remaining percentage preferred the six 
point Likert because it had an even number of options and there was a chance for 
participants to give their actual opinions, rather than opting out by choosing neutral 
(Gwinner). 
An additional study with similar results was conducted by Garland (1991). In this 
study, it was found that a survey on a four point scale and no neutral option had a higher 
negative response by 14 percent than that ofa survey on a five point scale that included 
the neutral option. That study indicated that respondents may feel the added pressure to 
make a decision and therefore choose negatively (Garland, 1991). 
In addition to the Likert scale questions, three open-ended questions were 
included at the end of the survey. These questions were 1. Are there any barriers 
preventing you from doing your job more effectively?; 2. What steps could be taken to 
remove those barriers?; and 3. What are some things you enjoy about being a staff 
member at MPHS? These questions were added as a way of gathering additional 
information about the climate at MPHS. This approach was used by the CD-Boulder 
Campus Climate Survey (2006) and was successful at gathering additional information 
and comments. This additional information was useful in making improvements to the 
campus as a whole. 
Procedure 
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The population for the study consisted of 123 employees, including faculty and 
support staff Prior to conducting the survey, school administration notified subjects 
about the upcoming survey via email. An explanation of the background and voluntary 
nature ofthe survey were explained. Approximately two weeks later, a lin1e to the survey 
was sent via email to all subjects by the researcher. Along with the survey link, the 
background for the study as well as the benefits ofparticipating was reiterated as part of 
the email. This email was developed by the researcher in order to maximize response 
rates from subjects (see Appendix B). 
A multi-wave approach was used to maximize survey response. According to 
Macey (1996), using a multi-wave approach involves sending reminders and incentives 
for survey participation if response rates are lower than expected after the initial survey 
notification. The data receipt window selected for this study was two weeks, meaning 
subjects were given a two week time period to complete the survey online before access 
was closed. After monitoring the response rate for the first week, an additional email was 
sent out to subjects. This follow up email was used as a reminder for completing the 
survey (see Appendix B). 
The multi-wave approach also employs extending the data receipt window if 
needed. If response rates are lower than expected, the data receipt window is lengthened 
an additional seven days and additional email reminders will be sent to research subjects 
(Macey, 1996). The multi-wave approach was used by University of Colorado Boulder 
-------------
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(2006). Through this approach, researchers were able to maximize survey response rates. 
Validity 
Validity was maximized by using content or face validity procedures. According 
to Cronbach (1971), content validity is assessed by looking at the actual items to see 
whether they reflect the constructs to be measured. In other words, making sure that the 
subjects the survey is testing are actually important to the climate within the school. 
Similarly, Lacity and Jansen (1994) defme validity as being common sense, or being 
persuasive and supporting what the researcher is trying to prove. This relates back to 
finding an expert opinion on the survey tool being used. 
The purpose ofvalidity testing was to identify survey questions that were 
ambiguous, that were perceived as difficult to answer, or that staff might refuse to 
answer. Validation participants were asked to identify areas related to work climate that 
were not included on the survey. The validation panel consisted of four academic 
professionals with past teaching experience in a school environment. They included an 
elementary teacher, junior high and college level professor. Their length of time within 
an academic career ranged from four to 12 years in their positions. 
The same approach was used by Adamson, Khattri, and Reeye (1997). While 
developing their assessment, outside resources were used to create the research 
instrument. The final adjustments to their research instrument were made after consulting 
with the validation panel. On the MPHS survey, minor changes were made to response 
categories and wording on some of the questions. 
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Data Analysis 
Quantitative Analysis. As part of primary data analysis, descriptive statistics were 
used to illustrate results and were depicted graphically. This was done for all survey 
questions. The mean and standard deviation were found for each question in the survey as 
well and depicted in tables. The third statistical analysis performed was aT-test; an 
analysis of variance, looking at subjects demographically within MPHS staff. An analysis 
by tenure of employment, gender and age of participant was therefore conducted. A 
similar approach to data analysis, including descriptive statistics and T -test analysis, was 
used by CU- Boulder (2006) and University ofIllinois (2004) as an effective way to 
analyze data. 
Qualitative Analysis. The survey included open-ended questions pertaining to 
potential barriers subjects may come in contact with in their everyday jobs. Subjects were 
provided a chance to express their opinions ofthese barriers and offer possible solutions 
to alleviating these barriers. They were also given a chance to voice some ofthe positive 
aspects of working at MPHS. These open-ended questions were included at the end of the 
survey. 
After compiling the data from each ofthe open-ended questions, several themes 
emerged. A summary of the themes was compiled for each question and depicted 
graphically. Direct quotes were avoided in order to maintain the confidentiality of survey 
respondents. This additional survey data was used when considering recommendations 
for school administration. 
Chapter IV: Results 
This chapter outlines the results that were gathered from the current working 
environment and climate survey given to faculty and staff at MPHS. The online survey 
was distributed to 123 subjects via email and received 50 responses equating to a 41 
percent response rate. 
31 
The data gathered from the culture assessment was used to meet the objectives of 
this study. Questions ofthis study were 1. To what extent are the school's faculty and 
staff satisfied with the current work environment and 2. What aspects of the current work 
environment do staff perceive positively or negatively. 
Survey questions one through six focused on perceptions of school 
administration, questions seven through nine were related to measuring job performance, 
questions 10 through 12 focused on employee compensation, questions 13 through 18 
were related to staff relationships at the schoo~ questions 19 through 22 were focused on 
the physical working environment ofthe school building and questions 23 through 25 
focused on community relations as they pertain to school programs. The final four 
questions were used to obtain demographic information about respondents including 
tenure at MPHS, job position, gender and age. 
Item Analysis 
Data analysis included calculating the mean and standard deviation for each 
question on the survey instrument. Demographic questions focused on tenure of 
employment with MPHS, work area, gender, and age ofthe respondent. Basic analysis 




The frrst section on the survey strived to identify perceptions of school 
administration. After calculating the mean of each question, it was found that the average 
response was above Neutral, or that respondents had generally positive perceptions of 
school administration. The standard deviation was also calculated and was found to have 
a tight agreement from all respondents. Questions and responses are illustrated in the 
table below. 
Table 1. 
Perceptions of School Administration 
Questions 
I am treated fairly as a staff member at MPHS 
I understand how my job contributes to the success of 
MPHS 
I trust that School Administration has my best interest in 
mind as a staff member at MPHS 
All staff members are treated with respect and fairness 
School Administration involves me in decision making at 
the school 
MPHS has a vision and a mission that is shared by all staff 







The next survey section was related to perceptions of performance measures used 
by administration when evaluating subjects' job performance. After calculating the mean 
of each question, it was found the average response was above Agree, or that respondents 
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had a positive perception of school administration. The standard deviation was also 
calculated, and was found to have a tight agreement from across respondents (See Table 
2). 
Table 2. 
Perceptions of Performance Measures 
Questions Mean Standard Deviation 
My performance review is based on objective standards 4.040 .928 
I receive constructive feedback on my job performance 3.960 .761 
I have the best interest ofMPHS in mind when performing my job 4.449 .378 
Table three highlights respondent perceptions about the compensation structure at 
MPHS. After calculating the mean of each question, it was found that the average 
response was at or below Neutral, or that respondents had a negative perception of 
compensation. However, the question pertaining to benefits had a favorable perception 
above Agree. The standard deviation was also calculated, and was found to have a tight 
agreement from respondents (See Table 3). 
Table 3. 
Perceptions of Compensation 
Questions 
MPHS pays a competitive wage for its market 
I am compensated adequately for the job I perform 
MPHS offers a variety of useful benefits to me as a staff 
member (ex: Health, Dental, Life Insurance) 





Table four highlights respondents' perceptions about their relationships with other 
staff members. Mean response for those questions was above Agree, indicating positive 
relationships with other staff members. The standard deviation also indicated significant 
agreement from respondents (See Table 4). 
Table 4. 
Perceptions of Staff Member Relationships 
Questions 
I have positive working relationships with my fellow staff 
members in my department 
I am able to work effectively with other departments within 
MPHS. 
My supervisor's management style creates a positive and 
respectful work environment. 
When needed, there is cooperation between departments to get 
the job done 
All MPHS staff feel as though they are part of a community 
I am treated with respect by my department head or chair 







The next section on the survey highlighted respondent's perception of the 
physical working environment. Mean response for each question indicated above Neutral, 
or that respondents had a generally positive perception oftheir physical working 




Physical Working Environment 
Questions Mean Standard Deviation 
I have the supplies and equipment needed to effectively 
perform my job duties 
I am able to arrange my physical work space in a way that is 
conducive to a productive environment 
All MPHS staff are able to take pride in the upkeep and 
appearance of the building 
The building and school grounds are an attractive environment 





Table six reports the perceptions ofrespondents of their relations with outside 
communities. Mean response was above Neutral, indicating respondents have a generally 
positive perception oftheir relations with the outside community. The standard deviation 
further supports this agreement (See Table 6).Table 6. 
Community Relations 
Questions 
MPHS maintains traditions that build school pride and a sense 
of historical continuity 
Service learning and work based learning promote positive 
community-relations with local employers 
Sports and music events draw large crowds because of 
promotion and fan appreciation 




The final survey questions were designed to collect basic demographic 
information from respondents. This demographic information was then used to further 
break down the findings according to each variable. Table seven reports how long 
respondents had been working at MPHS. The largest percentage of respondents had been 
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working there from one to five years, with a majority of respondents employed five years 
or more (See Table 7). 
Table 7. 
Tenure 
Years Employed Frequency Percentage 
Less than one year 3 6% 
One to five years 19 40% 
Five to ten years 10 21 % 
Ten or more years 15 32% 
Total 47 99% 
The next demographic question asked what area respondents worked in. Table 
eight reports the respondent job category. A vast majority ofrespondents indicated 





Teacher 41 87% 
Support Staff 3 6% 
Administration 3 6% 
Total 47 99 % 
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Table nine highlights respondents by gender. Sixty four percent, or close to two-




Male 16 33% 
Female 30 64% 
Total 46 97% 
The fmal question asked respondents for their age. Table ten indicates the largest 
percentage of respondents were aged 25 to 35 with the smallest proportion under 25 years 




Under 25 2 4% 
25-35 19 40% 
36-50 16 34% 
51 or older 10 21 % 
Total 47 99% 
A T -test was also conducted to show variance. To conduct this analysis, responses 
were broken down according to demographic information collected. The ftrst variance 
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test was between male and female survey participants. The purpose ofthis T -test was to 
determine if there was a significant difference in the answers between male and female 
responses. 
The T -tests conducted found that a vast majority ofthe questions from the survey 
had no significant variance in responses between male and female participants. There 
were several that did show a significant variance in the averages of responses. These 
questions and responses are illustrated in Table 11. 
Table 11. 
Variance by Gender 
Standard SE p-
Question Gender N M Deviation Mean value 
I am treated fairly as a staff male 16 4.69 .479 .120 .032 
member at MPHS 
female 30 4.13 .937 .171 .011 
All staff members are treated male 16 4.31 .602 .151 .043 
with respect and fairness 
female 30 3.73 1.015 .185 .019 
My supervisor's management 
male 16 4.50 .516 .129 .039 
style creates a positive and 
respectful work environment 
female 30 3.90 1.062 .194 .013 
All statistical significance was judged using a significance level of 0.05 and 2-
tailed tests. For a difference to be statistically significant, the P-value must be less than 
0.05. All other P-values were found to have a level higher than 0.05, showing no 
significant variance in response. 
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The second T -test conducted was between respondents with differing lengths of 
tenure at MPHS. Respondents were grouped according to those who had worked zero to 
five years and those who had worked five or more years at MPHS. The purpose of this 
T-test was to determine if there was a significant difference in answers between 
respondents based on length of employment. 
The T -tests conducted found that a vast majority ofthe questions from the survey 
had no significant variance in responses between tenured groups. There were several that 
did show a significant variance in the averages of responses. Respondents who had 
worked at MPHS for a longer period of time had a higher mean average than those who 
had been there a shorter period. Standard deviation also supported this finding (See Table 
12). 
Table 12. 
Variance by Tenure 
Standard SE 
Question Tenure N M Deviation Mean P-value 
School Administration involves 
>5 years 22 3.82 .852 .182 .054 
me in decision making at the 
school 
<5 years 25 4.13 .937 .171 .049 
MPHS pays a competitive wage >5 years 22 2.95 1.046 .223 .001 
for its market 
<5 years 25 2.08 .702 .140 .002 
Service learning and work based 
learning promote positive >5 years 22 3.41 .796 .170 .011 
community relations with local 
employers 
<5 years 25 2.76 .879 .176 .011 
All statistical significance was judged using a significance level of 0.05 and 2-
tailed tests. For a difference to be statistically significant, the P-value must be less than 
0.05. All other P-values were found to have a level higher than 0.05, showing no 
significant variance in response. 
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The final T -test analysis conducted was between respondents of different 
chronological ages. Subjects were grouped according to those aged under 25 up to 35 and 
those aged 36 and older. The purpose ofthis T-test was to determine if there was a 
significant difference in the answers between respondents who younger versus those who 
were older. 
This T -test found that although there was a majority of questions that had no 
significant variance in responses, there were a greater number of questions that showed a 
significant variance in responses compared to other T -tests that were conducted. Some of 
the findings indicated that older respondents were more comfortable within their 
positions. The most notable ofthese is the sense of belonging given by the older 
respondents. Older respondents indicated that they felt like more of a community and had 
a higher mean score for positive relationships with other staffmembers. Older 




Variance by Age 
Standard SE 
Question Age N M Deviation Mean P-value 
MPHS has a vision and a >25-35 21 3.19 .928 .203 .001 
mission that is shared by all staff 
36< 26 4.08 .796 .156 .001 
I understand how my job 
>25-35 21 4.00 .632 .138 .000 
contributes to the success of 
MPHS 
36< 26 4.69 .471 .092 .000 
I have the best interests of 
>25-35 21 4.19 .680 .148 .023 MPHS in mind when performing 
my job 
36< 26 4.60 .500 .100 .028 
I have positive working 
relationships with fellow staff >25-35 21 3.76 1.044 .228 .029 
members in my department 
36< 26 4.38 .852 .167 .034 
I am able to work effectively >25-35 21 3.81 .750 .164 .027 
with other departments at MPHS 
36< 26 4.23 .514 .101 .035 
As an MPHS staff member, I 
>25-35 21 3.62 .921 .201 .004 feel like I am part of the school 
community 
36< 26 4.27 .533 .105 .007 
All MPHS staff are able to take 
>25-35 21 3.33 .796 .174 .004 pride in the upkeep and 
appearance of the building 
36< 26 4.00 .693 .136 .004 
Continued 
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Table 13. Continued 
Variance by Age 
The building and school grounds 
are an attractive environment to >25-35 21 2.95 1.024 .223 .026 
work 
36< 26 3.62 .941 .185 .027 
MPHS maintains traditions that 
>25-35 21 3.14 .793 .173 .003 build school pride and a sense of 
historical continuity 
36< 26 3.81 .634 .124 .003 
Sports and music events draw 
>25-35 21 2.67 .796 .174 .001 large crowds because of 
promotion and fan appreciation 
36< 26 3.46 .706 .138 .001 
Themes From Survey Comments 
Three open ended questions were provided as a way to provide subjects the 
opportunity share their perceptions of perceived barriers and recommendations. Upon 
analysis, several themes were found for each question. On some occasions, several 
, themes were present in the same response. Question 30 asked, Are there any barriers 
preventing you/rom doing your job more effectively? Respondents volunteered 23 
responses and the following themes were gathered (see Figure 1): 
1. Lack of funding! resources 
2. Less teaching time from new schedule 
3. Less prep time 



















.. Cluss Size 
less Prep Time 
less Teaching Time 
lilck of FundIng/ Resources 
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Question 3 1 asked, What steps could be taken to remove those barriers? This was 
an attempt to understand subjects' perceptions of empowerment within the organization. 
This was also a chance for respondents to provide feedback to administration on how to 
address current issues at the school. Eighteen responses were provided resulting in the 
following themes (also see Figure 2): 
1. Reaching out to the surrounding communities to build stronger bonds and 
additional funding 
2. Re-evaluating the new schedule for additional prep and teaching time 





















III Community Outreach 
• Re-Evaluatlng Schedule 
Better Facilities 
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Question 32 asked, What are some things you enjoy about being a staff member at 
MPHS? This question provided subjects the opportunity to elaborate on positive aspects 
of working at the school and the environment that is present. Four themes represent 
subject responses for this question (also see Figure 3): 
1. Great Colleagues to Work With 
2. The Students 
3. Cooperative Administration 
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Chapter V: Discussion 
The purpose ofthis study is to conduct an assessment on the current culture and 
climate of a small Midwestern public high school (MPHS). The fIrst goal of this study is 
to evaluate and understand the current climate at MPHS. The second goal is to assess if 
any changes are needed in the current culture and make recommendations for needed 
changes. 
This study focused on the current working environment and climate of employees 
at MPHS including the faculty, staff, building and grounds maintenance, and school 
administrators. The climate was assessed in several key areas: 1. School Administration, 
2. Performance Measures, 3. Compensation, 4. Staff Member Relationships, 5. Physical 
Environment, and 6. Community Relations. 
Assessment was conducted using an online survey instrument on a fIve-point 
Likert scale. All employees were included in the data collection process, regardless of 
time with the company or job position. The online survey was distributed to 123 
employees via email and received 50 responses equating to a 41 percent response rate. 
Survey results indicated that respondents perceive the climate ofthe organization to be 
positive. 
Discussion of Findings 
This study sought to fInd how satisfIed staff at MPHS perceive their current work 
environment. Findings indicate that respondents fInd their environment to be 
collaborative and interactive. Respondent comments indicated an environment where 
teachers work together and exchange ideas. Respondents fInd most of their colleagues to 
be friendly and some ofthe best people they have ever worked within a school setting 
(See Figure 3). This positive climate can be a huge selling point when recruiting new 
teachers and staff The district and school administration can take pride in the positive 
climate that has been cultivated at MPHS. 
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The study also found favorable respondent perceptions of school administration . 
. Mean survey responses were all in the Agree range ofthe survey, and many were 
approaching the Strongly Agree range (See Table 1). Additional positive comments were 
listed by survey respondents in the open-ended survey questions (See Figure 3). Survey 
respondents felt that school administration was there to help them and offer positive 
feedback and opportunities for improvement. Questions related to performance measures 
had a mean response at or above Agree, with many close to Strongly Agree (See Table 2). 
Respondents also felt that school administration had the best interests in mind when 
making decisions that affected students. 
Another aspect that respondents reported positively was the physical working 
environment of the building and school grounds. Mean response for those questions was 
at or above Neutral and many responses were close to Agree (See Table 5). This indicates 
a sense of pride with the upkeep and appearance of the school grounds. Respondents also 
reported at or above Agree for those questions related to community relations (See Table 
6). Findings indicate a positive sense of relationships with outside community members. 
This study also sought to find what aspects of the working environment staff 
perceived as positive or negative. Overwhelmingly, respondents found the working 
environment to be positive, however, there were several aspects that were perceived as 
negative. Respondents reported Disagree on questions related to competitive wages and 
being adequately compensated for job performance (See Table 3). Although these 
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questions reported negatively, the question pertaining to health insurance and other 
benefits reported at or above Agree. This indicates that respondents may not feel 
compensated adequately on a monetary scale, but fmd additional benefits to be a positive 
aspect of employment at MPHS. 
Further analysis was conducted using T-test analysis. The T-test analysis was 
conducted in order to fmd important variances between demographic groups. The first T-
test analysis was between male and female survey respondents. Although most survey 
questions had no significant variance, there were several questions that indicated male 
respondents had a more favorable perception of the working environment (See Table 11). 
This information must be taken into account when creating actions plans involving 
female staff. Special action may be needed so that other aspects ofthe working 
environment will not become negative for female staff at the school. 
Similar conclusions can be drawn when T-test analysis was conducted for 
variances in tenure of survey respondents. Respondents who had a longer tenure at 
MPHS had slightly more negative perception of the working environment (See Table 12). 
This may mean that subjects who have been at MPHS for a longer time have lost interest 
in their jobs, or have become bored within their job positions. Additional duties or career 
development opportunities may help to change these perceptions. This information must 
be taken into account when creating actions plans staff at the school. 
The final T-test analysis was conducted to identify variances in chronological age. 
Once again the majority of survey respondents had favorable perceptions of the working 
environment. This analysis highlighted a larger number of older respondents with 
favorable perceptions of the working environment (See Table 13). This may indicate that 
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younger respondents may not yet feel part ofthe school community, or have not had 
enough time in a teaching career to have gained enough confidence in their chosen field. 
Limitations 
The following are limitations ofthis study and its [mdings. First, this study was 
limited to the MPHS staff only. No other schools within the district or any other school 
district were a part of the study. This study was also limited to the time frame of Fall, 
2008 and does not contain information from any other time period. 
There are potential limitations with data collection through mail or web based 
survey methods. They include predetermined questions that miss the underlying issues 
with the organization. An attempt to overcome this limitation was made by providing the 
open-ended comment questions at the end ofthe survey. There may also limitations 
within the overall analysis of the data, or possibly response bias from survey respondents. 
These limitations must be considered when using this study as a guide to further research. 
Conclusions 
Although the findings support that MPHS climate was positive, there were areas 
within the school that could be improved. Based on the results ofthis study, the following 
recommendations are proposed: 
Recommendation One: One theme from survey comments was that organizational climate 
is strained due to large class sizes and that subjects perceived insufficient resource 
allocations (See Figure 1). This appears to create stress and could lead to a negative 
climate for staff Although the optimal solution would be to build more classrooms and 
hire more teachers, more than likely this is not a financially viable option for MPHS. 
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As reported in the literature review, a viable option for MPHS is a teacher 
internship program (Mulvilhill, 2007). Teacher interns would not need to be paid staff 
members, thus alleviating any issues with additional funding. As stated by earlier, 85 
percent ofteacher interns stayed with the district after completing teacher certification 
and test scores from students within the teacher intern program showed improvement 
over the course oftime. This program can not only be used as a resource to improve 
climate, it can also be used as a recruiting tool for MPHS (Mulvihill, 2007). 
Recommendation Two: According to the literature review, improvements and changes are 
driven by organizational leadership. Bishop (2001) states there are three factors needed in 
order for organizational change to occur. These factors are having strong, supportive, 
change oriented leadership at the top to come up with the right strategy; having the ability 
to obtain or develop A-players; and having processes that are externally focused. 
The most important factor ofthe three is having externally focused processes. All 
organizations exist for a purpose (Bishop, 2001). By having the additional factors of 
A-players and strong support from leadership, organizational processes wi11look to the 
outside for improvement. This means taking all stakeholders into account when 
developing processes at MPHS to fulfill their purpose, which is educating students. All 
stakeholders must be considered when developing action plans and improvement 
strategies, including school staff, students, parents, and other community members. 
School administration would need to look to other organizations or other school districts 
when developing processes for improvement at the school. 
Recommendation Three: Re-evaluating the staff compensation structure would help with 
organizational climate. Although the compensation structure was recently modified 
within the last year, it is crucial to staff morale to continually re-evaluate how and why 
staff are compensated. 
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One recommended compensation structure is the outcome based pay structure 
(WCER, 2008). This compensation structure would work well with MPHS due to the 
collaborative climate that is already present within the school. According to the literature 
review, an outcome based pay structure encourages staff to seek out assistance from their 
colleagues when encountering weak areas of student performance (WCER, 2008). The 
present climate at MPHS would support a compensation structure such as this one. 
Change is driven by strong leadership (Bishop, 200 I), therefore, any re-evaluation 
ofthe compensation plan must involve communication with those staffthat are affected 
by the change. Ongoing communication between school administration, the school 
district office, and school staffis essential to a successful implementation of these action 
plans. Collaboration is key to the maintenance and changes ofthe positive climate at 
MPHS. 
Although re-evaluation ofthe compensation structure would be recommended, the 
feasibility of implementing the proposed compensation structure may come into question. 
Resistance from staff, the school district and the community may make this 
recommendation impossible. Further study would be required to address the feasibility of 
any change in the compensation structure. 
Recommendation for Further Study 
A further study that consists of the same instrument in two to three years could be 
completed to assess climate consistency. Additional questions could be developed that 
would focus on problem areas and identify the need for improvement. This follow up 
study would monitor any changes in climate since the previous study. Further 
information could be used to implement action plans for continued improvement. This 
would potentially increase credibility to the process ifMPHS staff are aware of the 
continuing commitment to improving the organizational climate at the school. 
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A final recommendation is to create additional studies that would compare 
different schools within the district, giving a broad piCture of what the climate is on a 
district-wide level. Although there is only one high school, there are several different 
elementary schools, middle schools and junior high schools within the district. 
Comparisons could be made on the organizational climate between each ofthese schools. 
Pending data analysis of additional schools, action plans for improving the organizational 
climate could be implemented on a district wide level. 
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Appendix A: Survey Instrument 
Climate Assessment Staff Survey 
The purpose of a climate assessment is to find the current attitudes and culture of 
employees within the high school. Depending on the outcomes ofthe surveys, 
recommendations would be made for maintaining the successful climate ofMPHS and 
focus on the future performance of staff at the high school. 
This survey takes just a few minutes to complete. There are 30 multiple choice questions 
and 3 opinion based questions at the end of the survey. Your participation is voluntary, 
confidential, and greatly appreciated. 
Some questions may be sensitive therefore answering any of those questions is optional. 
You may withdraw from participation at any time. You spend much of your lives at 
MPHS, so please invest a few minutes to your school and fellow staff. 
This study has been reviewed and approved by The University ofWisconsin-Stout's Institutional Review Board (IRB). The IRB has 
determined that this study meets the ethical obligations required by federal law and University policies. If you have questions or 
concerns regarding this study please contact the Investigator or Advisor. If you have any questions, concerns, or reports regarding 










School Administration Disagree 
I am treated fairly as a staff member at MPHS. 1 
I understand how my job contributes to the success of 1 MPHS. 
I trust that School Administration has my best interest 1 in mind as a staff member at MPHS. 
All staff members are treated with respect and fairness. 1 
School Administration involves me in decision making 1 
at the school. 
MPHS has a vision and a mission that is shared by all 1 
staff 
Performance Measures 
My performance review is based on objective 1 
standards. 
I receive constructive feedback on my job performance. 1 
I have the best interest of MPHS in mind when 1 
performing my job. 
Compensation 
MPHS pays a competitive wage for its market. 1 
I am compensated adequately for the job I perform. . 1 


























































staff member (ex: Health, Dental, Life Insurance) 
St ff M b R I f h' a em er e a Ions IpS 
I have positive working relationships with my fellow 1 2 3 4 5 
staff members in my department 
I am able to work effectively with other departments 1 2 3 4 5 
within MPHS. 
My supervisor's management style creates a positive 1 2 3 4 5 
and respectful work environment. 
When needed, there is cooperation between 1 2 3 4 5 
departments to get the job done 
All MPHS staff feel as though they are part of a I 2 3 4 5 
community 
I am treated with respect by my department head or 1 2 3 4 5 
chair 
IYSIca or ng Ph ' I W ki E nVIronmen t 
I have the supplies and equipment needed to effectively 1 2 3 4 5 perform my job duties 
I am able to arrange my physical work space in a way 1 2 3 4 5 
that is conducive to a productive environment 
All MPHS staff are able to take pride in the upkeep and 1 2 3 4 5 
appearance of the building 
The building and school grounds are an attractive 1 2 3 4 5 
environment to work in 
Community Relations 
MPHS maintains traditions that build school pride and 1 2 3 4 5 
a sense of historical continuity 
Service learning and work based learning promote 1 2 3 4 5 positive community-relations with local employers 
Sports and music events draw large crowds because of 1 2 3 4 5 promotion and fan appreciation 
D h' emograpl ICS 
How long have you been at MPHS? (in years) less than 1 1 - 5 5 - 10 10 or 
more 
In what area do you work? Teaching Support Administration Staff Staff 
Gender M F 





Are there any barriers preventing you from doing your job more effectively? 
What steps could be taken to remove those barriers? 
What are some things you enj oy about being a staff member at MPHS? 
Thank you for your participation and thoughtful responses. 
This survey is being administered through the graduate program at the University of 
Wisconsin Stout. Your responses will remain anonymous and confidential. MPHS 
Administration will be given summarized data from these surveys only. They will not be 












152 Vocational Rehabilitation Bldg. 
UW-Stollt 
Menomonie, WI 54751 
Ph: 715-232-2477 
Foxwells@lIwstollt.edli 
Appendix B: Communications with School Staff 
Introduction Email 
Dear MPHS Staff Member, 
My name is Nathan Thompson. You may remember me working at MPHS last 
winter as a long-term sub in the Business Ed department. Currently, I am a graduate 
student at the University of Wisconsin-Stout working towards completing my fmal 
research requirement. 
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As part ofthe project, I am conducting a survey of all faculty and staff to better 
understand the working culture and environment at the high schoo1. Workplace climate 
affects attitudes, performance, and ultimately the success ofthe students. The outcome of 
this project will help boost staff morale. In addition, it will provide guidance to future 
workplace improvements that positively impact all staff 
The survey has 30 multiple choice questions and takes approximately 5-7 minutes 
to complete. There are also open-ended questions at the end ofthe survey so you can give 
additional important feedback. This survey is completely confidentia1. Administration 
and other staffwill not have access to your survey answers. 
This is your chance to make your voice heard! By participating, you are 
contributing to the successful environment that is already alive and well at MPHS. Your 
responses are greatly appreciated. If you have any questions, please contact me 






Dear MPHS Staff Member, 
There is still time to complete the Organizational Climate and Culture survey for 
all staffl This survey is being conducted as part of my Masters Degree research thesis. 
The survey is focused in understanding organization culture and climate ofMPHS. 
Findings and recommendations have the potential to make adjustments to the working 
environment, therefore boosting staff morale. In addition, it will provide guidance to 
future workplace improvements that positively impact all staff. 
The survey has 30 multiple choice questions and takes approximately 5-7 minutes 
to complete. There are also open-ended questions at the end ofthe survey so you can give 
additional important feedback. This survey is completely confidential. Administration 
and other staffwill not have access to your survey answers. Please click on the link to 
take the survey: 
This is your chance to make your voice heard! By participating, you are 
contributing to the successful environment that is already alive and well at MPHS. Your 
responses are greatly appreciated. If you have any questions, please contact me 






Dear MPHS Staff Member, 
For those of you who have not participated, this is the final call to take the 
Organizational Climate and Culture survey for all staffl The survey is focused on 
understanding organizational culture and climate ofMPHS. This survey will provide 
guidance to future workplace improvements that positively impact all staff. 
61 
There are only two days left to participate in the survey! You will no longer be 
able to participate after time has expired. This survey is completely confidential. 
Administration and other staffwill not have access to your survey answers. Please click 
on the lime to take the survey: 
This is your final chance to make your voice heard! Your responses are greatly 
appreciated. If you have any questions, please contact me immediately. I would like to 





UW-Stout Implied Consent Statement 
for Research Involving Human Subjects 
Consent to Participate In UW-Stout Approved Research 










The purpose of a climate assessment is to find the current attitudes and culture of 
employees within the high school. Depending on the outcomes ofthe surveys and 
interviews, recommendations would be made for maintaining the successful climate of 
the organization and focus on the future performance of staff at the high school. 
Risks and Benefits/ Confidentiality: 
Your responses will remain anonymous and confidential. MPHS will be given 
summarized data from these surveys only. They will not be given access to actual 
completed surveys. 
Time Commitment and Payment: 
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This survey takes just a few minutes to complete. There are 30 multiple choice questions 
and 3 opinion based questions at the end ofthe survey. 
Right to Withdraw: 
You may withdraw from participation at any time 
IRB Approval: 
This study has been reviewed and approved by The University ofWisconsin-Stout's 
Institutional Review Board (IRB). The IRB has determined that this study meets the 
ethical obligations required by federal law and University policies. If you have questions 
or concerns regarding this study please contact the Investigator or Advisor. If you have 
any questions, concerns, or reports regarding your rights as a research subject, please 














By completing the following survey you agree to participate in the Climate Assessment 
of Working Environments at MPHS research survey 
